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SUBJECT 


Chairman, Career Service Committee 
Progress Report 


□ 






Eli 


1* T ho Problem; Organization and Procedure (see Tab A.) 

The Career Service Committee was charged with submitting to you 
A °- ? - n ^ or s - Career service. Six Dorking Grouos were organized and each 
•t/as_ assigned a series of problems. The forking Group on Selection Cri- 
teria and the 'forking Group on Employee Rating have completed their assign- 
ments (see labs C, D and G) and are malcing their final resorts. A new 
iforxing Group is being organized, replacing these two, which Trill develoo 
the next phase of the planning. It mil be expected to complete .its as- 
signment in February. The '.forking Group on Career Benefits is expected 
to complete in February that part of its assignment which does not reauire 
legislation (see lab E). The Working Groups on Trainees, Extension Training 
end Rotation (see Tab F) are expected to complete their assignments and make 
tneir final reports in February. 

2. The Career Service Policy (see Tab B) 

Committee firmly believes that the policy underlying the estab- 
lishment of a Career Service in the Central Intelligence Agency must be 
announced Jcy one Director. .Lt also must receive wholehearted and active 
support of all executive and supervisory personnel. The Committee has 
drafted a proposed statement of policy (see Tab B) which would be signed 
by one OCi and distributed to all Agency personnel. This policy offers a 
xsrsonnel I’rogram and a Development Program within the framework of a Career 
Service in CIw.. it is designed to banish from the individual’s ;nind the 
wear mat -the Career Service Program is a scheme for creating an "elite 
corps". The issuance ox such a statement would mark the beginning of the 
Career Service Program. ^ 

3. The Development Progra m (see Tab C) 

eligibility xor participation in the Development Program of the 
Career forvice Program is based on two fundamental c 


enditions: 


a. The individual must declare his intent, to the best of 
his ability, to make a career of employment with CIA. 

b. He must have proved his ability and have this certified 
by his Office. 

ihe Career Service Boards (see below) mil deter.-nine the development pro- 
gram for eacn participant, basing it on the needs of the Agency and on the 
potentiality of the individual . , 
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li.. Employee Evaluation (see Tab D) 

Systematic evaluation is a valuable means of insuring food work 
relations, better performance, loner turnover. It is also the first or- 
derly step m selecting certain persons for advancement or development. 

.. o is tne cornerstone on -.filch a Career Serv5.ce can be built. The pro- 
posed. Personnel Evaluation Report is also designed to Permit more advanced 
tecnniques ox selection to be applied for special outdo ses. 


5. Career Benefits (see Tab E) * 


„ ihree v ^ es of benefits, not non available, can be instituted by 

une.oui unaer existing authority. Others would require legislative action, 
-o is recognized as j practical matter that, while there are many intan- 
gibles, career benefits provided by the Agency are important factors that 

nicuce large numoers of persons to decide to make a career of emolovment 

xn Oi-.f j. j 


6. Rotation (see Tab ?) 

7. The Career Service Boards (see Tab G) 

, „ t n vle ' T 0; : the compartmentalization required in Cl. I on a "need- 

n-lcnow oasis,. ana the hign degree of specialization that is required in 
ne several Of i ices in order that they may discharge their missions, de- 

The'cT r^'T “ rr ' tion of ^ Career Service Program is essential. 

, , "" A re "' r ,A° rvice ® oard > at tne JJ?jl level, rill determine colic- on 

benalx ox tne 1X»_, continuously review the actions of f *3 la -er boards and 
re com: lend to the BCI specific action with resoect to an individual 'onZ 

ntcr^o^ V- ^ ** * Cl ° ;rly the more restricted 

_nxereuiib ox mi® U±_xce concerned. 


.-f-' 1 Clemen nation o f the Career Service Pro gram (see 


Tab H) 


c „ , . J* 15 believed that the first steps in the Career Service Program 
cj. oe announced <=.no. out into efrect on the first nv v-nrC-i 
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CRGArdZATIOIT ££■) PROCEDURE 


25X1 

25X1 


1. The Career Service Committee was appointed by the PCI in September 
1951 and has the following membership: 

General J? . Trubee Davison, .Assistant Director (Personnel), Chairman 
Colonel liatthew Baird, Director of Training 
Sherman Kent, /assistant Director, ODD 
F h Deputy Assistant Director, CSC 


nasis. 


I v;as appointed Executive Secretary to the Committee on a full- 
ine Committee holds rreekly meetings . 

25X1 


25X1 

25X1 


Comany, lias ui ren engaged as uonshltanu to one Uarecr ^service n^w;++ Q? _ 

I l rrho has been concerned, rath the Executive Development Program 

the I I since the 1 . Jar, spends taro or three days per ’reek in fash- 

ing’' bon ac '.vising the C or.rjittee and the Dorking Groups on similar problems and 
the solutions to them that have been reached in industry. ,Ie also serves as 
a channel through which data on industrial career and development programs 
can be discreetly acquired by Cl i. 

3* St_o. i forking Groups ha.ve oeen established to aid in csrr''"lii'" out the 
mission o± che Career Service Committee as speedily as possible and to create 
ajoroad base for planning purposes. Each group consists of about six persons 
01 Division or Staff Chief or Deputy Assistant Director caliber. The groups 
v/ore assigned a. series of problems as shown in paragraph 7 below. 

h. The several 'ssistant Directors were invited to participate by as- 
signing these persons to the .forking; Croups on a part-time, mi-ac.dit ion- to- 
other-duties basis. The .forking Groups were charged with effecting solutions 
to oheir assigned problems from an Agency-vddc point of view. At the same 
rune, oa.cn .for Icing Group was directed to satisfy the requirements and ha mona ze 
nhe interests of the various Offices represented and, through informal con- ’ 
suloL.bion and pre— cooraina.tion, to insure that the interests of Offices not 
represented were considered. ~ 

5. Office membership on the '.forking Groups is determined by primary 
interest in subject matter. The Executive Secretary of the Career Service 
Committee meets with each of the .forking Groups a;. id coordinates their activ- 
ities. The Dorking Groups hold regular meetings cad heariiv c which are 
usually a u reno.ed by ohe Consul'cart to one Career Service Committee and by 
such experts and advisors as the groups invite from tine to time. 

6. The Dorking Group on Selection Criteria and the .forkin' Croup on 
Employee .hat: ng ha.ve completed their assignments (see Tabs 0 , 7 ) and C) and 
a.re making tneir xinal reports. .new .forking Crouo is being- organised, 
replacing these two, which im.il develop the next whu.se of the wlanw-r-.- / 


ILLEGIB 


H ... 


- 1 - 
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j-t mil be expected to couplets its assignment in February. The 'Joricinr 
Group on Career Benefits is expected to complete in February that mart 
of its assignment which does not require ler;icl* tion (see Tab t) . The 
..'crk.aig Groups on lra.inees, extension Trainin" ar.d .dotation are expected 
to complete their aspijpuients and rake their final reoorts in February 
(see Tab ?). • 


7 . The 
as follows: 


membership of the Jorldnp Groups and their as ripnuents are 


25X1 


ILLEGIB 



Pr oblem : 

■Lo investi ,ate uuys and ..icrns ox a.c r-v. .oin the C nr oor 
-crvice Proj'i’sa uiun respect to employee narticiontion and 
to reco — neno. to tie Career bervice Commit toe criteria, by 
i7h±c.a employees become el'j-' ible to participate; to recommend 
one - lGCiirnics or selection (i.e. '.niether where should be 
selection and review boards and what their number, location 
axid c on oo si wion snoulci oo) a.nci to reco. x ,ig:i 1 the de* ree to 
which selection ovornixr participation in the Career her- 
vice dr op ran should be centralized. 


b. horkinp' Grcuo on 


25X1 


Problem: 


To recojiieno- to the Career Gorvice Committee a system 
or systems for rating employees and for evaluatin' their 
on-the-job performance that can bo i mediately installed 
cm an "experimental" basis; to recomiend -..nether there should 
or snould not be, in addition, a. re 3ort containin': an estimate 
by txie Gupcrvnaor of the es-i :loyeo * ■ 

■Pnv 


poteitlality and recom- 


2 "GO Gil— 

:*ated urco 


menua-exou .cor future assi, .naent together with a statement by 
ono employee of his preference for future assignment 
sure taat rat. rn syste.is roco i.iendcd can be irate 
a. Career aer\n co ^ dro.pran; to roc on lend methods of approaching 
unifoiv.il by in rat:;.np stauv.le.rds and to ensure that ratings are 
responsive cc iob duties one, responsibilities; to recom lend 
procedures ... or uso or the respective offices in iinndlin rv 
eraployee ratings, to recom. '.end procedures for issuance and 


notification or 


rauiur -r 


a no. cor review 


nu a.p' 


il 


semoues. 


Approved For Release 2002/<fe/2l : CIA-RDP80R01731R001100150001-7 


Tab 


ILLEG 





Approved ^Release 2002/08/21 : CIA-RDP80R01731|lg^lj100150001-7 


'.Zorkina Grout) on C.ibh'R 


ILLEGIB 

25X1 

25X1 


a. 


Problem: 

To reco-meno. to the Career Service Committee the scope 
o.i. ono. o.Q'-reo to irhich Career benefits are necessary and. 
e.esircble; m That manner tlieoo can be ap Hied to develop 
an esprit de corns; hoy, in particular, tangible or in- ‘ 

^ i \,- i -l ) le co.npensa o.'.on nay bo made in connection irlth assi/yi— 
..ion Do go nuro.snip or unnealoxirul overseas icsts; hoy to 
administer and to detur.iine the application of hazardous 
duty pay; unetaer bonuses and meritorious oronotions can 
or ohoulti be used as reyard for outstanding performance or 
as compensation for achieving and maintaining certain skills- 
./netner a. special retirement system is needed and if present* 
usability cue. death condensations are adequate; to recommend 
a legislative prorra .• to effect the above. 



25X1 


Personnel 


Problem: 


of 

evaluating. 


To recommend to the Career -Service Committee methods 
locating, selectin';, recruiting, security clearing, tf) , AUr . w 
assessing, and tostin; , training and assigning trainees; to 
ccnsxaer criteria and standards for their selection and cur- 
ricula for their training; to investigate the magnitude of 
unis program and the appropriate intake; to recommend nears 
oi coordinatin'; this program vith other programs in the Arency 
xor processing nerr employees; to consider and recommend security 
measures, publicity and public relations policies to be adopted 
111 C0l j lll0G ' L '- 0r ‘ *r'. dIi the program; to deter line hoy significant 
covert opportunities encountered in this program are to be 

ser “*- e< ^ channeled to the appropriate covert 

ofixce. 
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031 (Secretary) 
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Problem: 


.To purvey the types of extra-CIA trainin'* that are 
require a and to recouiena to the Career Service Comiittee 
poiicies^aa-id procedures for putting into effect an exten- 
sxoxi trainmv program or programs a.) in universities, 
colleges and laboratories and other research and educa- 
. 1 institutions in the United States and abroad, b.) 
in service schools and colleges of the Armed forces c ) 
n n usury, a.) in ot.ner United States Government A'orci es, 

J- f ° rel P int3m E enoe sonioes end ’ 

*' ner.nxe.ao.ly foreign government units and staff 

colleges; to inquire into and to reco.iuend methods of se- 
lecting individuals, schedules and phasing; to Aiveeti-ate 

=“? a T itUde ° f S ’' 0h * recor.-icnd security 

: nec ? as ” i y by rc-son of these osotre-ci ectiv- 

ili A’ i . Vf nln = General should be offered in G ta 
and vn at outside. 

f. Corking Group on RCT ’IAOH 


25X1 


Problem 

^ !° reco f iend t0 thG Career Service Canittee a ,,olicv 

;“h;: 3m r rotrUoa ’ **«*<«*. 

rera^iA roA hn ; - ? ” ee “« Bd ? olloies «*» procedures 

l&sssssas 

scheduled *• .J****^ 
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“ jSECURm INFORfflATIOh 


THE CAREER SERVICE POLICY OF THE CENTRAL INTELLIGENCE AGENCY 

The course of world events has put the United States in a position 
of world ^leadership. An unparalleled opportunity exists for persons of 
integrity, ability and determination to serve their country in the in- 
telligence field. 

^ is "k° fulfill its mission, the Central Intelligence Agency 
must offer attractive careers to able people. The CIA Career Service 
Program answers this challenge. It provides an opportunity for you and 
the Agency to work together in developing your abilities and qualifying 
for advancement. 

In simplest terms the Career Service Program seeks to ensure for 
every person in CIA fair appraisal of performance.... a carefully planned 
development program.. ..and advancement based on demonstrated merit. You 
will get a full explanation of each step in the Program as these steps 
are put into effect in coming months. 

Cooperation in career development between the Agency and persons of 
ability will ensure that the present and future intelligence requirements 
(if the United States are met. This cooperation will also ensure a full 
imd rewarding career to those persons who dedicate themselves to the 
security of the United States. 




U> 


/for the signature of the DCl7 
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CAREER SERVICE COMMITTEE 

Working Group on SELECTION CRITERIA I? Jannasy 
PATI ON IK CIA CAREER SERVICE PROGRAM 

lo INTRODUCTION 

Trao major assumptions for planning are accepted: 

Ao As sumption # 1 

I A Career Service Program must embrace each employe from the dsv 
he enters on duty with, through the day he finally separates from 
and beyond, that day to include all retirement and other 
beneavs due him or nis dependents. On the other hand it must dis« 
cover, developed place future key Agency executives and adminis- 
tracer s» The Program, therefore, will comprise two major efforts: 

(1) First, continuing effort, toward effective Agency personnel and 
training programs 0 This affects directly Si employeeTSd 


accomplishes such tasks as: 

(a) Recruitment and Placement 


ILLEGIB 


,, > _ _ DOCUMENT NO, 2 , 

U>/ Employee evaluation no ckanee in cuss. 

□ DfieUSESfJ^S 

(c) Salary and Wage Administration cujs._s:;/.ki, 73 * s 

u.-.u.U ! . ..••* . . . t . 

(d) Baployee Relations and Counseling ulrZ lMMU- ■ 

(a) Normal Indoctrination and Training 

(f) R© td-rerseat and other benefits and prerogatives 

flTl S rTA S ti LC --' 0f Gareer Service Program, then, applies to 
®®f loyQes md staff agoa'ta without distinction 
as oo grade, assignment, professional or clerical status, 
length of service and allied factors* 

(2) Second, the effort to discover and to exploit fully the pc- 

» nSS f! d of A SH employee s.. This is essentially 

a Development Program, to insure the best possible use of Agency 
employees* The effort put in the development of a given employee 
de j smined b y justifiable only on the basis of po/ 
tentual and proven ability 0 The result of this effort is not 
all-embracing, but will vary with the individual* However, it 
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Approved For Release 2002/08/21 : CIA-RDP80R01731R001100150001-7 



Approved ^Release 2002/08/21 : CIA-RDP80R01731R001100150001-7 




® f J ' jC X&aasr Qa the ©ae hyud ?s 


•58? 32 P 

1 ' ‘■ Xv0v ^^ e oonvilntiag and intensive trsdairc <-w» 

”»?? «t*WV*«w*i in all ;lob iSafe “£ 

i. " f 4 *’^ fesy exscsrlurep esdl ad*^ 

'I s ^jTOl^aasnt £f©graru ryiXX letter Wf'v 

Ss 3ra p ”^« ** wr 

{ «) Sotatvxn 

Cb) $©--fea±a:bAg CaewSnas* and mfe©sh.®r eos?sas) 

C®} : W osmS»xsuho uS«& oj.>Afec~3eb twining 

Cd} 8 ^ bafc ^al 3S6VC, tsTOraow; 

Jit *f 3xn5 - M g aesigsaseants suah as lat-lo; 

3A-'^“ ,iA0 ^' s,# ^oiat tfLa«:'© v Dapto of State Po3isy ?lar. ! ?.f :* 

SLI 5 ^ r ^ h Gtat - ? md Stef? am 

parti Suar* fn/«S f? 13 accepts odploymat,, barsaas a 

of ns'wj^s ^e^ t»es^ace S^ogr® and must b« apprf 
" ^-“sA-’Os „ oeaeil«s and responsibilities, • 


'i c.C- 


Ci 


•-''° Ag^^tioa §Z 

sSvSfi^i'^S “• ***** «**>*« P®«*U»to in the C:> ccr 
SSS, ““JTS «» Palpation in its Urtteim* 

panS-fl-i^b b a T* Sto maloter o> *,«<> 

x^aji lei-, i&s ho these osleetics: eriieriti, 

SECOHWmMT©! 

A " *■»- **> —*• «. » 
R-oss-nJ- “ *" t * SSU ‘ Palpate In the Dmbfuot 

sSIrg^L): 3taff *®“* et8te “ <»**»<• ** C« S r 

employe© t s Ll , 1 ^ -i-vxvmg fey oc© 

©.£ M£iea'c.<m for P^t:l:<j- 5 r;aHo^ ■»« ❖w, /*rfi rC 2 ^ ’r' iS “' fc,5 '°^ 

ena* dated s» WrfvlloKO* t . r 1 * 0ara “ ScrcSno fta-. 

v} 3 « ‘JswaMaEtiei; of «p BW e 8 e K£f , 

#«»S«» of tt® oa»5«i«e" vltff l '" 3a ^ *“ 16 1 **° 4 *<•» »• 
till finn? 3 £S^?V*S; ^f r w# ^ 5 ®* aA «r»S» 

w± th3 Ci A Csresr Service Boar a-, 



Approved F^Release 2002/08/21 : CIA-RDP80R01731R001100150001-7 


CONFIDENTIAL 
Security Information 

ov^seas CIA post for which by Agency determination qualified 
jofewise and physically* 


(It) Seemd-ty concurrence by I&S Office, 


Bo Eligibility to participate in the Development Program shall be de- 
termined only on the basis of the above=~!?®s& requirements » It is 

to be noted particularly that: 

(1) No age limitations are set® 

(2) Civil Service Commission certification is not required® 

(3) No formal educational requirement is prescribed® 

3o DISCUSSION 

A a Re Introduction 

The planning bases laid down in INTRODUCTION stem from two major aims 

(1) To banish feom employees 9 minds the fear that the Career Service 
Program is a scheme for creating and nurturing an elite corps~of 
a favored few® 

(2) To mate the incentives and benefits of the Development Program 
available to those Agency employees who demonstrate potential 
and interest* in Xong^tera CIA smployrasirt 0 


^•S S of^*S SS t 5 e Careej? S ©s*vice Program contract, consultant, 
and spec3.al agent categories® It embraces those who work full time 
with no predictable short-term connection® 

Re "P roven satisfactory servi.sri» 

■■annlm— II ■ lit* .■ II ■■■■ I I III 1IM— ram i . i , i n i 'f i n ■ ii — i ni l 

Shis is intended to permit flexibility while also setting a normal 
requirement of two years 9 CIA service in order to wsure a r!SSbl-i 
uniform standard throughout the Agency® When the ^ffico? Career 
Service E card feels an exception is justified, thia provides a 
regular procedure for requesting the exception® 

Re "Security concurrence by I&S® oe ®» 

i 

This leaves control of security requirements with I&S® 
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confe mama, 
Ssenritgr Information 


c ® Znwsaaed opportunity for rotation 0 

Da ~ ixr ' 3ac ® d ©pporfcsnitgr for edmatian - id. thin and outsldo ClAo 


®. Increased assuras® that he Kill S o as far as his ability justifies, 


or lS 6 " 8ran4es 40 ** *»**>«* of promotion 


1 
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i£ PLCYJd E V A XIIATlOr! 


ILLE 


£ 

Sab 


1. The Goinmitt.ee has not conducted, any original research in the 
conwroversial field of employee rating or evaluation systems. It has 
been guided, however, in reaching its conclusions by the voluminous re- 
search that has been conducted since the bar by the Arnecl -forces, the 
Civil Service Commission, other- government Agencies (especia l ly the 
Department, o_l Stroe) and. industry, including management consultants. 

2. Conclusions which have led 'bo the development of the proposed 
Personnel Evaluation Report are: 

a, ihe primary purpose of an evaluation system is to insure 
to the Agency ana to the employee the best use of his 
aptitudes, Icnowledges, skills and interests. Evaluation 
of these factors is the first step in planning a career 
development program for the individual. 

b. in employee evaluation system, to be effective, requires 
proper training of the supervisor making the evaluation 
and discussion between the employee and the supervisor. 

_ Since valid estimations of performance can only be made 

if -che employee has thoroughly understood what i s expected 
of him, the system must insure an understanding between the 
supervisor ana one employee concerning the job to bo done. 

:. adoption of a. "forced choice" system is not practical with- 
out an expensive research program within Cl 1 extending over 
a period of at least twelve months. 




-* n 
.. o 


□ 




li? rE "° iI,gs ' le -~d to co iparisons beWn 

employees on the basis of single adjective or numerical 
raorngs, arc largely subjective and difficult to standardize 

t0 hcrd costly appeal Procedures, ' 

c.nd usually serve no constructive purpose. 


/. single basic system is necessary in order to provide 
coiiimon denominator for the evaluation of all employees. 

trativelyr Ple 311:1 ^ t0 eXCCute ^ to hs ^e adiinis- 


It 


7 


~ , • u ua± y b ooa c-.u uhe unaers'oanaxn^ and coon- 

Tterefohri itlueSf^T^^f ’“A «•" tat ° ^-ution. 

be prepared and indoctrination £T ^ ? rOCedurss «1U 

svsteiii roes into efrpnf i x < ^ v ' e ° v-.li oe requireo. wnen the 

e£> indihou. el v,L A a .'..-uo°-ASf f E- “ Ci . SUPerlri - SOI ' S amst realize that 
"employee" looicSglp! ***»& *"» the ***", U else an 

U* (Sgg piio go s'Cc/b o(f 'oroooserj por*o rvw-» .',L r „n . . ... 

follanng. liner changes *>***** 

is expected on 28 Januarv 'i y 16 “ iacie to oais * notner draft 
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CAAb il BjihiXITS 
part X 

additional Benefits Desired by CiA 


o. 


c. 


Benefits Desired 

Additional pay for various types 
of hazardous duty, (Cee Part -X.) 

/, meritorious avard sy stein, pro— 
vidiiifi for recognition of dis- 
tinguished service to tne i^eiicy 
( sOiVievrhat similar to taut o.. the 
department of -t:te). . :.ir.ro.o may 

be by medal, ceruific to, monetary, 
or a combination of ell inree. 


QX/. overseas post classification 
system 'providing benexi os respon- 
sive to unhealthful conditions. 


Ac ti on leouireo . 

Approval by the LSI, 
(See Pert IX.) 


Approval by me :wi. 

(In the case of medal, either 
legislative action or approval 
one ..hite house vould be 


required . ) 


Approval by the . Gx. 

(If the benefit conferred 
additional credit apamnst re- 
tirement, legislative acoxon 
is required.) 


d. Applications of 


the principles of 
the United At: tes Employees' Com- 
pensation ct to dependents ox 
employees enqa^ed x.n hazardous 
duties vrho are themselves exposed 
to naz arc. . 


d. Legislative action. 

( . iliile teclinically the DO I 
could authorize this benexit 
for unvouchereo. personnel, 
there is no a.utnority xor tne 
PCX to approve similar benefits 
for voucher ed personnel. Spccxxic 
provision for this oene.fit mas 
made in the proposed -.Tordiny of 
p. Jj, HO prior to its enactment. 

At that tine, the Bureau of the 
Xudpet recuestad its deletion on 
the p rounds that no precedent 
existed for such a provision. 

.'hj.lc it is true that seme preceo.ent 
mas been estabmxshed irita respect 
to the rued Cervices, there is none 
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Benefits Desired 


Action Requi red 


e. Death gratuity of six j.ionths 1 base e. 
pay to dependents of Cj-j , employees 
whose death occurs in line of duty 
while ' serving overseas. Definition 
of the term "line of duty" mil be 
reouired. 


f. Pay, witliin-grade raises, and grade f. 
oromotions for vouchered funds per- 
sonnel who are detained involuntarily 
by foreign governments. 


Legislative action. 

(The same comments as in d, 
above, are applicable with 
respect to this benefit, ex- 
cept that no specific pro- 
vision has been included in 
proposed CIA legislation.) 

Legislative action. 

(This benefit can be granted 
by the DC1 only to unvouchered 
funds personnel at present. 
Vouchered funds personnel 
would be covered by Senate 
Bill io. 1820 - designed to 
replace the hissing Persons 
ct - if it is slightly modified 
from the form in which it was 
originally introduced, so that 
it will completely serve CIS 
interests. .-‘Iso, further mod- 
ifications are required to meet 
objections of GAC and the CSC.) 


g. A more liberal 

h. - ; n appropriate 
system for all 


retirement system. 

and adequate leave 
overseas employees. 


g. Legislative action. 

h. Legislative action. 


i. Better group health insurance. 


i. dot certain. 

(Under study a.t present with the 
Cl A-spons or ed Government Employees 
Health Association^ action re- 
quired will depend on the benefits 
to be achieved . ) 
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CiliSdLl IBtIDZlTS 

Part II 

Additional Pay for Various Types 
of Hazardous Duty 


1. Pilots or crew members of air travel or gliders snould not 
receive extra pay for performing pilot or crew duties as such. Jo’Tever, 
■oilots, including members and passengers who participate on aerxal^ilight 
over areas which have been designated as hostile by the Director, -enura 
Intelligence Agency, should receive extra compensation o:*: .,50 xor each 

trip. 

2. A similar amount should be paid to employees vmo enter such areas 
any other means of transportation such as by marine operations or border 

crossing. In no case should employees receive extra compensation exceeding 
5>0 per cent of be.se pay in any given month. 

3. Agency employees certified for jump training and jump instruc- 
tors should be compensated for hazardous duty in accordance with the mili- 
tary officers' schedule for such duty (jlOO per month), subject uo tne 
limitation that such payments will be for a minimum of, out nou longer 
than, three months' duration for trainees. 

Ij.. Submarine duty should not be compensated ior oy hazardous— outy 
pay. However , when employees enter hostile areas, designated as sucn by 
the DGI, as crew nanbers or passengers on submarines, they should be^ com- 
pensated for this duty under terms of paragraph 2, above, wlso, no naz- 
ardous-duty pay should be made to employees during their training in sub- 
marine-escape technioues. 

5. Under appro orie.ie regulations, individuals snail be entitled, to 
receive incentive" pay for the performance of hazardous duty _ involving the 
demolition of explosives as a primary duty, including training for such 
duty irhen such duty is required by competent orders. The rate o_ pay would 
be 0100 per month. 


The term "duty involving the demolition of explosives" small 
be construed to mean duty performed by members, including members 
in training for such duties, who, pursuant to competent^ oro.ers and 
as a primary duty, demolish by the use of explosives, oostacles, 
explosives, or underwater objects, or recover and render harmless 
by disar min g or demolition of explosives which, having been pro- 
jected, launched, dropped, or laid in a normal manner, have failed 
to exolode as intended. 


- 3 - 
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Demolition duty also includes the performance of the above 
duties by instructors and students as part ox a recognition course 
of instructions in such duties, even though simulated explosives, 
munitions, or charges are used, provided, honever, that, in uhe 
course of such training, live explosives are employed as elements 
thereof or for their destruction. 


6. Employees engaged in 


n aangerous 


duties' should receive extra compensation at the rate of pU ^per cent of 
their base pay nhile actually located in an area designs teo. as no stile 
by the DCX. 

7. ;3raployees nho engage in duty involving infiltration into 
Communist or other organizations inimical to the United States snould 


receive extra compensation 
nhile actually so engaged. 


a/o une 


ate of 50 per cent of their base pay 


ILLEGIB 


8. Certain hazardous-duty categories provided for by Ian have been 
eliminated from this list on the premise that position classification 
and determination of pay scales have already taken into consideration 
these hazards. 


9. employees should receive extra pay on the basis of any combination 
of the above categories, except that in no case should the total extra pay 
for hazardous duty exceed 5>0 per cent of the employee's base salary. 


10. Adequate administrative procedures should be established nhich 
Trill as sure* prooer qualifica.tion anu certixica. uion ox employees eligible 
for extra pay under various categories of hazardous duty. This may require 
the establishment of a. centrally-administered CIA hazardous Duty Board* 
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ROTAHOIJ 


1. Rotation is the process of systematic designation and redesignation 
of' an individual to various ’ kinds of duty and training for ■ the purpose of 
improving his capacity to serve the Agency. 

2. Specifically, rotation aims at the following objectives: 

a. For the Agency: ^ 

(1) A more effective and more economical utilization of 
the Agency ’ s manpower. 

(2) a method of improving the selection and broadening 

the experience of individuals to serve in key positions. 

(3) i'he cultivation of an esprit de corps based primarily 
on the reward for merit principle. 

b. For the individual: 

(l) .assisting him to do his present job more effectively by: 

(a) increasing his knowledge in depth in his field. 

(b) Providing him with near skills, techniciues and 
methods of performance. 

(c) improving his ability to plan lais work and to 
direct and supervise others in it. 

(d) Increasing his understanding of the necessary 
relationships of his job to those of collateral 
and higher echelons of the Agency. 

',2) Preparing him to undertake jobs of increasingly renter 
responsibility commensurate with his growth potential by: 

(a) Broadening his understanding of the objectives of 
the Agency and its mission. 

(b) Intensifying the development of his planning, 
managerial and supervisory skills. 

(3) Providing him lore opportunity to find the field in 
which he does best. 


(10 Removing an individual from a "rut !l . 
_ 
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Working Group 'on SELECTION CRITERIA 12 December 19$1 


CEIffRAIIZATIGN OF selection for participation 
IN THE C IA ^M^nSTMGRl ““ 


1> introduction 


The Working Group agreed, to consider the subject of centralization 
ox selection of candidates for participation in the Career Service Program 
in^ over-all, general terms as distinguished from the procedures of the 
selection process which will involve detailed consideration of such spe— 

® j He items as promotion policy, selection out, and so forth® 


2 , RECO" 7 El ID ATI ONS 

A a Policy respecting both the selection process and the operation of 
the Program should be centralized in a CIA Career Service Board, acting on 
oehalf of CIA as a whole, while the mechanics of the selection orocess 
should be decentralized to /Office/ Career Service Boards® The" procedures 
am details of operation of the Program should be a primary responsibility 
of Assistant Directors and Office Heads® In order to provide further de- 
centralization, if the size of a particular Office or comparable unit makes 
it ^necessary for efficient and equable processing. Assistant Directors or 
-Office Heads should create additional, equally empowered boards as necessary® 

B 0 CIA Career Service Board 


1° Membership* a® Deputy Director, CIA or alternate 
b« Deputy Director, Plans or alternate 
e* Deputy Director, Administration or alternate 


d„ Director of Training 
©» Assistant Director, Personnel 


25X1 


Secretariat (Career Development Staff* 
Personnel Office) 


2u Functions: 


ft) 

OCDtTHEUT RU. — — — - 
*N0 CHANGE I'N CLASS. □ 
tt^DEeiWSlFUB j; 

CLASS. *"■ 

M£XT BA..W ■ i®.! - 
■ AUTHi KB 1>2 , 

! 0 ATE:2JJBiiR£VtEWxa ; 


Develt 

PiV’WY*; 

... — jj** 5 

Central Intelligence and serves as his ad- 
visor on all matters, concerning the Pro man® 


5 PS policy governing the Career Service 
jm for submission to the Director of 
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SECURITY ItitX)RMATION 


b» Advises, and reviews the functioning of, 

/Office/ Career Service Boards » 

c a Reviev/s the functioning of the Career Service 
Program including: 

1) Approving, on a continuing basis, selection 
standards employed in the training a nd ro~ 
tation programs. 

2) Acting as final board of appeal and adjudi- 
cation in all Career Service matters involving 
/Office/ Career Service Boards, Agency Offices 
or comparable units and individuals,, 

C o /Office? Career Service Board 

1* briber ship: a. Assistant Director or Deputy Assistant doctor 

(or Office Head) 

bj Staff or Division Chiefs (as appointed by 
Assistant Director or Office Head) 

Secretariat (as appointed by Assistant 
Director or Office Head) 

The proceedings and actions cf each Office Board, including the list of its 
«ber S oill be available on a regular basis to the CIa SLS £££ 

T /m iS J® COjmended consideration be given to augmenting the 
Office T/0 s, if necessary, in order to provide the necessary Secretariat-, 

2„ Functions: a„ Serves^ as advisor to die Assistant Director 

' or Office Head and acts for him on all matters 

pertaining uo tne Careei* Service Program,, 

bo Approves or disapproves selection for initial 
participation in the Career Service Pro^raflu 


Co Directs within the office, the application and 
functioning of the Career Service Program,, 


DISCUSSION 


S § e £ erally aokncvrlBdged that the current proposal for estab- 
lisliment of a Career Development Staff in the Personnel Office was sound 
and essential o with regard to the /Office? Career Service Boards it^L 
the opinion of the Selection Criteria '/forking Group that only Assistant 
-rectors or Office Heads, their Deputies, and Staff and Division Chiefs 
snouid 2002/08/21 $ CIA-RDP80R01731R001100150001-7 

CO^miklAL 
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. .ction 


issue 0J_ strt ament on the Career a. 
Service Policy (see Tab 3) 

issue Procedure concerning Inoloyce b. 
.■ ivalnations (see Tab b) 

Iscue Jnnloyeo ^valuation il nual end c. 
announce adininistrativo indoctrin- 
ation schedules 

.ctivate the C. 1 . 1 Career 1 sr vie e q 

Board and 

n civa.ce one ^/0xlice7 Careei’ Service 
Boards (see Tab G) 

issue Procedure concernin' parti- e. 
ca r tion in the .Oevoloonient P'ro^ram 
(see Tab C) 

-‘ssuc .:iS uC-olisment o X’ Distinguished jT, 
lervice .P.rsrd Pro -raja ( '^b 
Part 1) " - — 


Ao oil ication go all Personnel 
by C._.l lotice 

o exx lea exon no a.ll Personnel 
by Cl , lot ice ancTcTl Regulation 

Oxstriouuion to all Personnel 


*. 0 ulj.ac ■ ti_on to all Personnel 
oy Cj_ _ heart 'ti on 


-.o bix icacion oo all .^brconnel 
by Oil lotice 


-.o oiliest: 1 . on to all Personnel 
by Cl lotice and Cl", Regulation 


-ssue - asarcious But” Pry Policy and 
Ichcdules (sec Tab 1, Part I and 11) 


so In ic rtion to cxioloyees and 
st .1. agents concerned by covert 
ox bice circulars and C evidential 
-‘Linds ilo' ula tions 
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